Abstract. We argue that an existing classification of e-HRM, known as a division between transactional, relational, and transformational (based on a canonical work of Lepak and Snell [11]), doesn't meet all expectations of the multidisciplinary character of e-HRM and Human Resource Information Systems. Built mainly on the ideas from the HRM field, it lacks attention to such properties as coordination of information and its exchange, capturing knowledge domain, and communication languages. We propose to broaden existing typology by inclusion insights from the field of information technologies. In the suggested typology, e-HRM / HRIS is classified along ontological, coordination, user-interface, adaptation, and HR function impact blocks; allowing for distinguishing five types of e-HRM: static and customized informational, pooled and sequential transactional, and supply chain delivery support. We see several advantages in using this typology for the practitioners, the most important is that it helps to evaluate the stage of e-HRM / HRIS development and foresee horizons for improvements.
Introduction
It was more than a decade ago when Lepak and Snell [11] announced that, in response to external and internal environmental pressures and extensive differentiation, Information Technologies (IT) offered to Human Resource Management structural integration through implementing Human Resource Information Systems (HRIS) are Electronic Human Resource Management (e-HRM). Three channels for IT-based structural integration of HRM were proposed. First, IT was considered as influencing operational aspects of HRM by helping to overcome the administrative burdens and streamlining operations. Second, IT was considered as influencing relational aspects of HRM, by enabling remote access to data bases, enhancing abilities to connect with different parts within dispersed organizations, and supporting information sharing with outside service providers. Third affect that IT was assumed to have on the HRM, was even called "the most dramatic" as it was linked with the transformational HRM integration (ibid, p. 220), considering IT's impact on communications, demolishing organizational boundaries, eliminating barriers of time and space, and supporting virtual HRM and network organizations [11] . Putting forward to nowadays, recent developments in IT's and WEB 2.0, increased flexibility and scope of e-tools, at one hand, and diversity of the workforce, huge According to the survey results, Administrative e-HR applications are "very mature with some movement from in-house to software-as-a-service solutions". These e-HR applications are now seen as moving towards a hosted solution or to full outsourcing [2, p.8] . Implementation of Workforce Management applications is accelerating and, as foreseen in the survey, will be increasingly used in organizations, where flexible and agile scheduling is needed (ibid).
Existing Typologies of HR Practices
Service Delivery applications [HR-oriented help desk, employee self-service (ESS), manager self-service (MSS)] continue to be adopted with their potential ability to bring extra value through serving more employees with the same or fewer staff, and reducing transaction cycle time and costs (ibid). An interesting observation from the survey is that when an ESS or MSS is introduced, five more employees can be served by the same number of HR staff, and even more with the move to a call centre.
Applications are viewed as strategic in the way that they help an organization acquire, develop, and retain the right talent as well as make productive use of all workers [2, p. 14] .
Reviewing the data from the CedarCrestone research [2] , it is not difficult to observe symptoms or identifications of 'practical' e-HRM patterns, although strict conclusions are difficult to make. As stated, companies are progressively implementing more e-HRM, but recently it was observed that HRM professionals (and their companies) are no longer surprised by the e-HRM phenomenon. Whatever typology is used ("academic" or "practical"), it is clear that the adoption of e-HRM grows from technical applications towards strategic ones. Organizations have 'grown up' with administrative e-HRM and are ready for serious discussions about strategic applications and their implementations. Another intriguing issue is that while the effectiveness of e-HRM is justified by quantifying strategic success (operating income growth), the classification of e-HRM / HRIS applications receives less attention.
Reasons to Introduce a New Typology of e-HRM. Why do so many (differences in) classifications of HR practices exist?
First of all, these variety can be explained as reflecting the variety of (e)-HR practices in the reality of organizations. Secondly, different conceptualizations of the role of the same practices confuse the classification. Third, studies might differ in their understandings of the (e-)HR practices objectives.
We argue that the above mentioned classifications of (e-)HRM practices are not enough for modern e-HRM for four reasons:
-They mix HRM fields and activities while for e-tolls it is crucially important to focus on doing e-HRM. Thus, within such a transformational HR one can easily find administrative and relational components. For example, to conduct a strategic planning, HR specialists need to administer the data and communicate it to the business partners.
-They do not echo different levels of interdependence between stakeholders involved in e-HRM: HR professionals, line managers, employees.
-They do not consider or mix the impacts of an application of the HR function. For example, is transformational e-HRM a type of e-HRM or a result of its implementation?
-Existing typologies of e-HRM practices ignore the expertise of IT modelling as a potential to bring an extra classification criteria.
Five Dimensions to Distinguish e-HRM Types
We suggest that a new e-HRM typology should be based on five dimensions that integrate HRM and IT foci, instead of being linked with the names of the HRM fields:
-Ontological Dimension. Seen as a description of the concepts and relationships that exist in a community [6] . Ontology in e-HRM applications aims at capturing HRM domain knowledge in a generic way and provide a common understanding of HRM, which may be reused and shared across applications. Ontology as a field of philosophy exists for thousands years. It is underlying question, "What exists? What is it?" has found its way in IT and cognitive sciences in more specific forms. E-HRM has to solve the problem "Which HRM content is (to be) represented in a formal e-tool?" All in all, e-HRM types have to be distinguished on the basis of HRM language they use, and concepts as building blocks.
-Coordination Dimension. Seen as a process of managing dependencies between (HRM) activities [12] . Organizational and management science have since long researched coordination mechanisms with the focus on how people coordinate their activities in formal organizations. E-HRM types have to be distinguished on the basis of the coordination structure that is used among all users, information exchange mechanisms, and communication forms among e-HRM stakeholders.
-User-Interface dimension. Seen as the medium to support the two-way exchange of symbols and actions between humans (users) and computers. In other words, an interface supports the communication between users (people) and computers. There are at least two metaphors that describe ways in which humans interact with computers: the conversational world and the model world. In the conversational world, the end-user describes what to do, typically using a command language. In the model world, the end-user shows what to do by "grabbing" and manipulating (e.g., with a mouse) visual representations of objects. Thus, direct manipulations are used to describe this interaction style. The research field of Human-Computer Interaction has been identifying different aspects of user-interface, focusing on the development, evaluation, and cognitive aspects of human-computer interaction [4] . E-HRM types have to be distinguished on the issues of usability of the e-tools such as the ability to change the information, display of the user-role, dependency conflicts, and the focus on the interactions between user operations.
-Adaptability Dimension. Seen as the capacity of e-tools to collect, save and analyze the information from end-users, and based on the analysis -to adapt it to the needs of the users. Adaptability is often concerned with personalization and customization of the content and navigation of applications.
The difference between personalization and customization lays in the question, respectively, whether the technology self is designed to adapt to users' behavior, or users themselves should adapt an application to their preferences [8] . For the distinction between different types of e-HRM it means adaptability of e-HRM tools of the HRM content, its presentation, and navigation of the applications.
-Impact on the HR Function. Seen as the role of e-HRM in re-dividing of the responsibilities held by different actors within the HRM (line managers, HR professionals and employees). In other words, e-HRM tools should be differentiated on the basis of who is involved (actors), at which level of an organization, and what are the HRM responsibilities performed through e-tools.
e-HRM Types
We distinguish three main categories of e-HRM that are further divided into five types: -Informational e-HRM: (1) Static informational/ broadcasting support, and (2) Customized / personalized information provision -Transactional e-HRM: (3) Pooled transactional, and (4) Sequential transactional -Transformational: (5) Supply chain delivery support Table 2 below unfolds the five types of e-HRM. 
